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Since 1975 the military has also become a major
consumer of the workshop concept. The actions of the
military are partly due to the growing demands and
requirements on management to improve itself. Today
the military is spending millions on public and
private consultants in its quest to improve its
managers' performance. Therefore, it is clear that
investment of this magnitude and pressures for
accountability indicate the need for assessment
studies that will predict the usefulness of the
training sessions.
The purpose of this study was to determine if a
training session could be developed as a workshop
which dealt with specific problems of the recruiting
supervisors, and to determine if such training would
result in an increase in cognitive learning of
participants.
METHODS AND PROCEDURES
The study was experimental in nature, utilizing
the Randomized Matching Block Design with the
assignment of subjects to experimental and control
groups. The design was selected for use because of
its ability to facilitate the group matching process
while, at the same tine, ensuring group equivalency.
Fifty-four Air Force Reserve Recruiting Supervisors
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(Senior Recruiters) were the subjects of the study.
They were chosen because they were current senior
recruiters who were supervising two or more
subordinates. A survey was conducted to determine the
major problems facing the recruiting supervisors. The
two major problems were identified as recruiter
turnover and recruiter complaints.
The fifty-four subjects took part in the two-day
workshop held in Montgomery, Alabama. Upon the
arrival of the subjects they were given an initial
test for the purpose of group assignment. The
Randomized Block Matching process was utilized in
order to divide the population into three equivalent
groups based on test scores. An additional random
process was utilized to identify which group would
serve as the two experimental groups and which would
serve as the control group. The random process was
also employed in the assignment of instructors to the
groups. The experimental groups were exposed to the
treatment in the workshop format. Information was
given to the subjects using the lecture, discussion,
role playing and seminar method. The information
given addressed the recruiter turnover and recruiter
complaint problems. The problems were further divided
into five specific areas of; Communication, Problem
Solving, Decision Making, Climate Building and Goal
Setting, These subjects were further subdivided to
specifically address the problems.
Although the control group did not receive the
treatmient, members were given information which
addressed the issues of Communication, Problem
Solving, Decision Making, Climate Building and Goal
Setting. This information was presented in the
traditional military way: with pamphlets and
brochures and discussions.
It was hypothesized that the treatment received
by the experimental groups would result in
statistically significant gain scores when compared to
the posttest score of the control group,
FSffULTS
An analysis of variance was computed using the
F-test for significance. The treatment groups were
significantly different at P < ,001. As a result, the
null hypothesis for the groups' mean and standard
deviation vas rejected and the alternative hypothesis,
which stated that there was a difference in the mean
and standard deviation cf the groups, was accepted.
Also, the sum of the squares score for the treatment
when compared with the sum of the squares score for
the residual indicates that the difference was due to
the treatment rather than the sample, or any other
factors.
CgH£LUSIQN
The treatment was determined to be effective and
the study demonstrated that a workshop could be
developed which could cause an increase in cognitive
learning. However, this was only the first step. The
increased learning was documented by an increased
score on the posttest subsequent to the treatment.
The increased performance is limited to posttest
performance, and not indicative of the performance of
the subjects upon their return to their field
supervision positions.
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CHAPTER ONE
INTRODUCTION
Companies, Institutions and Bureaucracies
nationwide are exposing their managers to different
training tools in their efforts to bring about a
change/improvement in their skills. One reason is to
increase their breadth and depth of knowledge
(cognitive learning) about their jobs. Another reason
is to stimulate their desire to excel in the
performance of their duties. It is not uncommon for
key managers and administrators to have been exposed
to different types of training tools outside of their
work environment in order to seek to expand cognitive
learning as well as increased motivation. Many of the
training sessions are either designed to stimulate
cognitive learning or to increase motivation to
perform more effectively. Rarely does one find a
session designed to accomplish both. In fact, one
often finds that an increased motivation to perform
more effectively is a by-product of increased
cognitive learning.
Both the public and the private sector place a
high value on the development of their human resources
for occupation of supervisory positions within their
organizations. Industry sends its leaders/
administrators to management training workshops and
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courses for many reasons. Chief among these are to
increase knowledge and understanding, to develop
positive attitudes toward managerial tasks, and to
increase motivation for job performance.
Within the last two years over two thousand
workshops, conferences and seminars have been
conducted in the Metropolitan Atlanta area for the
specific purpose of helping leaders and administrators
improve their skills. The workshops (training
sessions) are sometimes limited to one or two specific
topics. Topics most likely to be addressed are Human
Relations, Problem Solving, Decision Making, Stress
Management, Planning Habits, Leadership and
Motivation, Communication, Climate Building, Managing
Difficult Employees, Goal Setting, Budget Planning,
etc. The nature of the concerns and current trends
dictates the topics to be addressed in today's
managerial environment, rather than attempting to
cover all areas.
Many organizations spend a great deal of time,
effort and money on various forms of human relations
training. This training typically is intended to
provide experiences which will in appropriate ways
modify the trainee's attitude and behavior. The
expenditures have been made on the assumption that
training does effectively change the views and
2
reactions of persons exposed, 'and that it will make
them more skillful in dealing with problems, projects
and people. Often a mere judgement of faith is
involved as comparatively little is known of the
actual impact that may be ascribed to training.^
Several research studies have thrown considerable
doubt on the effectiveness of human relations training
efforts. One report is particularly distressing, in
that it points out that some people who returned from
a training experience were actually "worse off" than
they had been before. It seems that the trainees
returned to the culture they had left, bringing new.
ideas and changed attitudes. Training had the effect
of making them more perceptive to human relations
practices around them which were different from those
taught in the training sessions. Lacking the power to
change these conditions by themselves, the trainees
either returned to their old behaviors or became
dissatisfied and left for employment elsewhere.^
The facilitators and instructors are described as
professionals with experience and credentials suited
for conducting the sessions. The sessions are
^Robert Tannenbaum, Irvin R. Weschler and Fred
Massarik, Leadership and Organization; A Behavioral




reported to be fruitful, rewarding and refreshing.
Attendees will readily attest to the fact that they
learned something and enjoyed it. Yet, there are no
measurements to determine how much they really
learned, and there are no predictors (based on certain
identified variables) which will predict degrees of
learning of future attendees to such sessions.
The workshop/training sessions have evolved as
the paramount change agent with regard to manager/
administrator/supervisor training on a miassive scale.
Aside from the overall results of the training
sessions, the interaction among participants is
invaluable. The changes am.ong the participants are
not limited to changes in knowledge and abilities.
They touch upon different dimensions of change:
individual versus socially oriented, minimal versus
maximal, historical reconstructive versus
contemporary, structured versus unstructured, feelings
versus intellect, and verbalization versus action.
For organizations to be effective, leading or
learning to lead cannot be simply passive reaction to
problems as they occur. Instead, it will be necessary
for leaders to strive actively to shape their
organizations and to push back constantly the
limitations that both human fallibility and potential
organizational rigidity tend to place upon
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organizations' capabilities to perforin responsively.
■ Under these conditions, the effectiveness of a
leader rests upon the ability to sense the constantly
changing currents in one's organization; to recognize
particularly sensitive areas; to plan, initiate and
carry through changes in the organizational
environment; and, most importantly, to lead and direct
one's organization in such a manner that serious
problems do not arise. All of these call for a
constant awareness of human behavior, one's
personality vis-a-vis organizational factors in day-
to-day operations, and skill in successfully adapting
to a variety of situations that may arise as a result
of these factors.
For these reasons, effectiveness will require
sophisticated individuals who are well versed in the
fundamentals of learning theory and behavior
modification. Leadership or good managership will be
more than a matter of "hunch" or native ability.
Instead, it will rest upon systematic knowledge and a
rational, conscious application of sound principles
and practices of psychology and management. The
development of leaders so equipped is not an
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impossible task.^
A common management approach to management
development is through training sessions and
workshops. However, results are not available to
demonstrate actual contributions of such efforts. If
such results were available, the predictive
information would be helpful in determining which
session(s) to implement.
EVOLUTION OF THE PROBLEM
There is a growing demand and requirement on
management to improve itself through the increased
knowledge of its managers and administrators. The
workshop/conference has become a standard tool of
change to bring about such an increase. The workshop
has evolved as the common vehicle for management
training and, as such, it is accepted nationwide by
private business, government organizations and public
and private and educational institutions.
However, since the late 1970's there has been a
^Thomas S. Myerchin, The Comparative
Effectiveness of Two Short-Term Supervisory Management
Development Courses - Individualized and Motivation
Theory Based vs Nonindividealized and Traditional - in
a U.S. Defense Department Organization. Unpublished
Ph.D. Dissertation, Georgia State University, 1980.
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major push in the public and private sector toward a
position of accountability. Organizations are
becoming less willing to set aside funds, program
manpower, and sacrifice manhours in order for their
managers/administrators to attend a training workshop
that is incapable of predicting the benefits and gains
to the attendees and their organization. The agencies
with the responsibilities for absorbing the costs of
the workshops are starting to ask for expected results
in the form of predictions.
Companies and institutions are prioritizing their
commitments. The individuals with the responsibility
of approving the future training involvement of
employees are looking more at accountability. They
are not so concerned with what is learned, but if that
increased learning can be transformed into a numerical
summary that can be quoted and used as a future
predictor. It is with this question that this study
is concerned.
Born out of the need to create a program that was
capable of surviving in the non-military draft
environment, the Air Force Reserve Recruiting Program
has come of age. Since 1972 the program has grown and
flourished. This growth and success was partly due to
special emphasis from the Pentagon, favorable annual
budgets from Congress, overwhelming support from the
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military bureaucracy, and a high level of enthusiasm
on the part of organizational members due to ground-
floor opportunities.
However, after twelve years of success the
organization is no longer the center of attention.
The Pentagon is solving other problems, there is an
annual fight for the budget dollar, there are
indications that animosity exists between recruiting
organizations and there is complacency along with a
seniority syndrome among organizational members. The
organization is currently viewed as just another
military organization when, in fact, it should not and
cannot be viewed as such. It is a sales oriented
organization which secures eighty percent of its
members directly from the civilian business and
educational institutions. The typical military
organization is one which absorbs its members from
the civilian community and isolates them for at least
four years. There is very little contact with the
general public and neither of the two impacts greatly
upon the other during the four-year period.
On the other hand, the Air Force Reserve
Recruiting Program absorbs the community member from
the community sales force, places the member in its
own recruiting force, then returns the member back to
the community with the task of recruiting for the
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military. The member is equipped with a private
office in the city, a company car, private phones, an
expense account, special allowances, and other of the
typical perts for salesmen. The organization carries
the responsibility of selecting, training, developing,
and, if necessary, terminating the individual. Unlike
the typical military organization, the failure of a
salesman to perform to standards results in the member
being returned to civilian status immediately, rather
than to another military job.
The problems facing such an organization are
centered around issues such as communication, problem
solving, decision making, and perceptions. A recent
survey conducted among the front line supervisors
(senior recruiters) indicated that of all the problems
they faced, the two most pressing were recruiter
turnover and recruiter complaints. Within upper level
administrators the problems are magnified due to the
high cost involved in replacing departing members and
the time and money involved in dealing with
complaints.
Along with the concerns for cost and time
required for dealing with the turnover and complaint
problems, there are questions and concerns regarding
the techniques used to address the problems. Beeland
has noted that short-term management development
9
training activities in U.S. industry can be
characterized as extensive in scope. The cost is in
the billions of dollars and directly affects the lives
of millions of people annually. It can be expected
that these activities will continue to grow in scope
and significance as modern industrial life becomes
more complex.^
Sullivan traced annual dollar estimates of
expenditures for training by business and industry and
found variations between $25 and $35 billion annually.
One report cited by the Chase Manhattan Bank of New
York in their house publication. Business in Brief
(November, 1962), estimated the cost of education of
employees by business and industry at the rate of $17
billion a year, a figure other reports suggest as more
accurate. The U.S. Army in the early 1960's spent
over 1.6 million yearly for short-term leadership
workshops and programs. Annual numerical estimates of
magnitudes of people trained by business and industry
are difficult to find, but the cost estimate by the
year 1969 was $25 billion. Today that figure is well
over $35 billion with over 10 million participants
^James L. Beeland. The Effectiveness of a Short
Supervisory Management Training Course; A Multifactor
Evaluation Experiment. Unpublished D.B.A.
Dissertation, Georgia State University, 1976.
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involved.^
Therefore, it is clear that investments of this
magnitude and the pressures for accountability
indicate the need for assessment studies that will
indicate predictive usefulness of training activities.
STATEMENT OF PROBLEM
Training sessions (workshops) are designed and
conducted for the purpose of enhancing the skills of
the participants. Too many such workshops are unable
to determine if the participants actually experience
an increase in planned-for cognitive learning in
management skills. The problem, then, was to
determine if a workshop could be developed which
centered on specific problem areas of the
participants, thereby bringing about an actual
increase in knowledge of, and ability to deal with,
the problems stated. An implicit assumption is that a
knowledge increase positions the subjects to better
analyze and act upon problems or potential problems.
Specifically, the objectives of the study were to
^Arthur P. Sullivan. M Analysis of Management
Training Program Evaluation Practices in American
Industry. Unpublished Doctoral Dissertation, George
Washington University, 1970.
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determine the following: (1) If a statistically
significant increase of cognitive learning occurs,
will it occur in a particular group of participants
with specific characteristics? (2) Can the level of
decrease or increase be utilized as a predictor of
results for future participants?
CONTRIBUTION TO EDUCATIONAL KNOWLEDGE
From a theoretical, as well as a practical,
standpoint, it would appear to be important for
research to identify specific change agents and
specific variables which are major influences upon
cognitive learning among supervisors and
administrators.
Furthermore, it is anticipated that a specific
system of measuring results can evolve, offering
future participants, future researchers and
institutions the product of a measured achievement as
well as future predictors of success of planned-for
cognitive learning. The measurement device was
developed by the Air Force Reserve Recruiting Testing
and Training Division in conjunction with the
Leadership Management Development Center.
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PURPOSE OF THE STUDY
The purpose of the study was to determine if a
training session in the form of a workshop addressing
specific issues, could be developed and implemented
which would lead to a measured increase in knowledge
of the subjects addressed.
POPULATION AND SCOPE OF THE STUDY
The participant population were all from key
metropolitan recruiting areas within the United
States. To control for regional, economical and
sociological factors, participants were drawn from all
parts of the country. The major requirements for
eligibility for participants were that they must be
current senior recruiters, and that their supervisory
responsibility must encompass at least two or more
subordinates.
LIMITATIONS OF THE STUDY
This study is limited in the representativeness
of the sample as it might relate to selection criteria
currently used to identify Senior Recruiters and
1
changes that may take place in the future. The
participants were all Senior Recruiters supervising
two or more subordinates.
The factors of size and cost were also
constraints in the formulation of the workshop. The
cost of travel, lodging and meals for participants of
the workshop impacted upon the overall size and length
of the workshop. There were fifty-four participants
in the workshop. The length of the workshop was two
days.
The dependability of the measurement device has
been certified by its developers as valid and
reliable. A split-half reliability measure was also
administered to further verify the instrument's
dependability. The gain scores are as dependable as
the instrument.
DEFINITION OF TERMS
Gain Scores — Increases in knowledge level as
determined by the senior recruiter
workshop assessment device.
Participants — Individuals acting as subjects in the
experiment are senior recruiters
supervising two or more recruiters.
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Planned-for Cognitive Learning — Knowledge gain or
increase through exposure to new or
different information as measured by
the pretest/posttest administered.
Recruiter Complaints — Written complaints regarding
dissatisfaction of a subordinate
recruiter which must be addressed in
writing by the senior recruiter.
Recruiter Turnover — The loss of a recruiter for
reasons other than retirement.
Senior Recruiter — A military term utilized to denote
an Air Force Reserve Recruiting
supervisor.
Training Session — A procedure (workshop) utilized to
expose participants to new and
different information for the purpose
of increasing and improving their
cognitive learning.
Workshop — An organized and formal program
developed for the purpose of teaching
specific skills through different
methods such as lecture, discussion,
role playing, etc. (also referred to
as a training session).
CHAPTER TWO
REVIEW OF RELATED LITERATURE
This chapter is concerned with the examination of
the literature related to the use of a change agent
(workshop) to effect a change in participants with
regard to increase in cognitive learning and
motivation. Although most researchers agree that a
change in a participant will probably take place, they
differ on the degree and relevant nature of the
change.
The literature reviewed was documented and
classified according to three distinct areas;
formatting, sequencing and formalizing the essential
elements of a workshop as a change agent, the
utilization of a change agent (workshop) as a stimulus
for change in cognitive learning, and psychology of
testing to analyze changes.
FORMATTING, SEQUENCING A^JD FORMALIZING TEE ESSENTIAL
ELEMENTS OF A WORKSHOP AS A CHANGE AGENT
Tannenbaum, Weschler and Massarik's work on
assessing the training impact addressed the importance
of thinking through the essential elements of any
training program. The elements include; (1) setting
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objectives, (2) time dimensions, (3) discussing the
amount and type of change expected, (4) the training
process, (5) training input, (6) the group composition
- level of intelligence, expectancies, readiness for
training, (7) the trainer, (8) training methods and
conditions - size of the group, membership, voluntary
versus compulsory attendance, (9) the training setting
and (10) the evaluation process.
They offer their gateways to future research
regarding training evaluation. Their work suggested
that every phase of training, from preliminary
statement to objectives to final evaluation of
results, contains countless unanswered but
researchable questions, what types of training
behavior lead to a successful training experience?
What are the "critical events" leading to success or
failure in the training program? what kind of people
(i.e., what different types of personalities) are
needed for an effective training group? Can
personality and behavioral changes in the trainees be
traced to the training?®
Harry W. Johnson, the supervisor of testing and
evaluation in the office of the State Superintendent
^Robert Tannenbaum, Irvin R. Weschler and Fred
Massarik, Leadership and Organization; A Behavioral
Science Approach (New York: McGraw-Hill Book Company,
1961), pp. 236-238.
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of Public Education, Olympia, Washington, suggests
that the workshop is an ideal model for change. He
identifies such a model as the "Practitioner's
Workshop." This model for change in Washington State
helps classroom teachers become more effective. It
allows teachers to identify their own problems and
develop solutions with the support of administrators
and successful colleagues. The ultimate mission of
curriculum and instruction personnel in state offices
of education is to lead classroom teachers to greater
effectiveness. In the state of Washington, there is
now a change model that was evolved over the past ten
years and that has worked in the schools time after
time.
The "model" is based on four tenets: (1) that
the staffs of individual schools can identify their
own problems and develop a viable solution, (2) that
support for solving the problems must come from
administrators at both the school and district
levels, (3) that each school staff needs a solid block
of work time in a retreat situation to wrestle with
its problems, and (4) that a successful colleague is
the best source of guidance. All of these beliefs are
held together by a fundamental faith in the importance
of involvement, ownership and commitment to
successfully changing school practices.
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The "Practitioner's Workshop" has proven
effective in bringing about lasting change. Moreover,
this model is suitable for use in other geographic
regions, and it can be applied to many kinds of
problems.
To date, the workshop has been adapted in several
ways without appreciably influencing participants'
evaluation of the program. These adaptations have
included admitting alternate teams at district
expense, permitting smaller teams from single-school
districts, splitting the workshop between two sites in
the state, holding the workshop in an easily
accessible conference center, applying the workshop
model to special education only, and applying the
model solely to the problem of teams of principals.
The Practitioner's workshop seems to be here to
stay. Each year, participants' evaluations persuade
the planning committee to make minor changes. Some of
these are well received; some are not. But the basic
model endures, having proven its effectiveness in
bringing about lasting and positive changes in
education.^
Campbell, Dunnette, Lawler and Weick found that
^Harry w. Johnson, "The Practitioner's workshop,"
Phi Delta Kapoan (April, 1984), Vol. 65, pp. 561-562.
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industrial firms spend billions of dollars annually in
formalizing efforts to train and to develop managers.
Almost all the researchers have been concerned with
selection and identification, and very little with
training and development. Firms spend vast amounts on
a wide variety of management development programs, but
very little on the research needed to explicate the
efforts of such programs.®
Campbell's pessimism comes through in his
interpretation of his findings. His views are based
on a survey conducted among 33 industrial and six
governmental groups. The organizations were
selected with the intentional bias toward learning
about any management-related research that may have
been underway. The firms were more research-oriented
than the typical, larger, more profitable, more
growth-oriented and included more highly educated
managers than is typical of a random, representative
sample of modern-day industry. Yet, the 1966 survey
revealed little research directed toward evaluating
the management development programs even though the
firms interviewed were supposedly management research
oriented.^
®John P. Campbell, et al.. Managerial Behavior




John Miner offered a bit more optimism than
Campbell in his document of studies in management
education. He reported that in view of the commonly
voiced (and written) opinion that very little
evaluation research has been carried out, the number
of studies reviewed may come as a surprise to many.
He reports 38 investigations since the late 1940's and
comments that, though somewhat limited, evaluation
research carried out in reference to management
education is more profilic than evaluation research
carried out in reference to other areas of
education.
Miner reviewed published studies through 1963.
His objective was to review published studies related
to the change-producing potential of management
education. His optimism was based on what he saw as a
trend toward more management education research.
Only two of the studies reviewed were
published prior to 1950. Eight appeared in
1950-54 and 18 during the next five years
though half of these were dated 1959; 12
more have appeared since 1959. Thus, over
half of the research has been produced
during the most recent five year period.
Bela Banathy suggests that the training format is
^®John B. Miner, Studies in Management Education
(New York; Springer Publishing Co., 1965), p. 37.
^^Ibid.
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an important part of the training experience. To
optimize this training experience, there are seven
steps which should be carried out; (1) formulation of
specific objectives, (2) evaluation of the degree to
which the learner meets the objectives, (3)
determination of entry level learner competencies, (4)
relationship of the learning to job performance, (5)
selection of instructional media, (6) implementation
of system and (7) use of feedback for modifying the
training to improve instructional effectiveness.^^
The act of formulating objectives was studied by
Robert Gagne. He studied the importance of learning
lower level tasks before progressing to higher level
ones. In order to determine the task hierarchy he
asked the question, "What would the individual have to
be able to do in order that he attain successful
performance on this task, provided he is given only
instructions?" This question was repeated
successively for subordinate classes of tasks
identified by the answer. Test items on each
successive task were administered to ninth-grade boys;
each boy was tested for the highest level task first.
If he failed, he was tested on the next highest point.
The testing was stopped temporarily and the boy was
^^Bela H. Eanathy, Instructional Systems (Belmont,
California; Fearon Publishers, 1968), pp. 22-23.
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taught the next highest level task.
The results showed that the boys exhibited a wide
range of entering competencies. There were no
instances in which a person able to perform a higher
level task failed on a lower level one. After the
training, the boys were retested and the comparison of
"before" and "after" scores on each competency
supported the idea of the knowledge hierarchy.
Blumberg and Golembiewski state that there are
two major points to be made in attempting to
understand the demand for and hence the acceptance and
institutionalization of individual learning and change
through groups. First, there has always been a strong
element of science associated with the group movement,
and its leading exponents are respected behavioral
scientists. Promotional brochures of even the
shakiest of growth centers list the academic
qualifications of their staff. The general image,
then, is of a scientifically developed learning
technology, which also just happens to have an appeal
to the public.
The second point is more speculative and harder to
document. It has to do with the manner in which social
^^Robert M. Gagne, "The Acquisition of
Knowledge," Psychological Review. LXII (1962), pp.
355-365.
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and educational innovations grow and take hold in
western culture, particularly in the United States.
The group movement was born and grew outside formal
educational institutions, even though its founders
have been educators of one type or another. It was
new both in philosophy and methodology. ‘ Had it been
introduced into schools and colleges at the outset, it
might well have died at birth. The kinds of learning
that groups focus on - emotional and behavioral - tend
to be antithetical to the intellectual biases of
formal schooling. When the groups do find their way
into the curriculum, even now, they are usually listed
with rather vague academic-sounding titles so as to
enhance their intellectual respectability.
Any attempt to understand the experimental group
movement and the demands for learning and change that
individuals place on it, must take into consideration
a wide variety of interacting forces. The forces are
psychological, sociological, anthropological and
economic. No specific weights are assigned to the
several forces discussed, because that no doubt would
reveal more of our biases than it would reflect
reality.
^^Arthur Blumberg and Robert T. Golembiewski,
Learning and Change in Groups (Baltimore, Md.:
Penguin Books, 1976), pp. 20-21.
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Bill Schol states that conferences and workshops
have become an important adjunct of business and
professional life in modern society. Most active
persons in either business or one of the professions
attend several conferences and workshops each year;
locally, regionally, nationally or internationally.
Most attend for a variety of reasons. The important
sub-objective of a conference is to make it an
effective conference, as such: (1) make it a work
conference in order that those in attendance are not
only talked to, but have the greater opportunity to
talk, to think, to discuss, and to arrive at
conclusions and decisions; (2) see that the principal
purpose is planned group action designed to offer new
ideas, share information and bring about some concrete
changes in the field and in the attitudes of those
involved; (3) see that the focus remains on problem¬
solving rather than on the presentation of concepts,
particularly abstract themes. This factor should be
made clear to speakers, panel members and other
participants; (4) remember that the conference should
be concerned with the problems and needs of the
delegates and not those of the leader, they are not
always synonymous; (5) keep in mind that the
conference should have a clearly defined action
objective and that the conference agenda is designed
to move steadily toward that objective; (6) allow time
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for relaxation and enjoyment, the delegates will be
much more willing to attend and to actively
participate if sufficient time is allowed for rest and
play, if leisure time is not provided, the delegates
will take it anyway, such a development fosters non¬
participation and eventual loss of interest in the
proceedings; (7) provide for the mechanisms and the
means whereby not only the leaders but the delegates
are able constantly to evaluate the progress being
made; (8) see that little time is spend on speeches of
welcome, introductions of persons known to everyone or
of no great interest to most, formal papers, and
speeches of any kind unless the speaker has something
important to say on relevant problems and is someone
the delegates are anxious to listen to at some length;
(9) be certain to utilize the leadership qualities of
the delegates and utilize as teams the discussion
leaders, recorders, observers, summarizers and
consultants; (10) plan for a variety of group
activities, whenever possible, divide larger groups
into smaller groups so that participation can become
involved in working with conference theme and in
problem solving; (11) carefully plan the final periods
so as to avoid an anticlimax, organize well, in order
that the final sessions are the highlights of the
conference so that participants will be sent home well
26
informed. 15
The workshop has come into popular use by many
professional groups as a means of providing short-term
intensive training. Several days - sometimes longer -
are devoted to bringing together experienced persons
with common problems for the purpose of working out
solutions.
The workshop is a work session, as the name
implies, and it is carried out in a democratic fashion
with all members equally involved in problem solving.
It is larger than a discussion group, but basically
the same otherwise. The successful workshops are;
(1) planned cooperatively by persons who have a common
problem and welcome the holding of the workshop as a
means of reaching a solution, (2) those where all
persons in attendance participate in the planning of
the workshop and play an active role while the
workshop is in session, (3) those which limit the
topics to be discussed and addressed, (4) those with
no key speakers, yet those with special knowledge are
used as facilitators or consultants and (5) those that
produce recommendations.^®
^^Bill D. Schol, "Conferences and Workshops," How
to Become an EFfactive Group Leader (Chicago, Ill.:
Nelson-Hall, Inc., 1977), pp. 150-152.
l®Ibid, pp. 160-163.
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Neisser and Weene stated the training format
should be designed so that learning is in a sequential
order. They pointed out that new ideas are indeed
built upon former ideas and learnings. They indicated
that much of cognitive ability is hierarchically
organized. They identified three levels of cognition.
The first level relates to identifying the presence or
absence of a characteristic in similar objectives.
The second level requires the learner to recognize
that either one or another characteristic must be
present in the similar objects, but not necessarily
both. The third level requires the learner to
comprehend more complex properties such as, either one
characteristic or the other must be present, but not
ever both together. In a laboratory setting,
employing a technique similar to the game Twenty
Questions, they found that it takes longer to learn
concepts at level three than at level one.
Instructional sequencing, therefore, should
progress from providing small elements of information,
such as definition and descriptions, to providing
opportunities for the student to practice the
application of several elements combined.
^^Ulric Neisser and P. Weene, "Hierarchies in
Concept Attainment," Journal of Experimental
Psychology. LXIV (1962), pp. 640-645.
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Concerning optimum sequencing of instruction,
Bruner indicates that six things are to be provided
for in designing sequence of instruction. These are;
(a) arrange it so that the student grasps the
structure by induction from particular instances, (b)
give practice in transfer when transfer is expected as
a result of learning, (c) use contrast in the
sequence, (d) avoid premature symbolization, (e) give
practice in both leaping and plodding, (f) provide for
revisiting.^®
THE CHANGE AGENT (WORKSHOP) AS A STIMULUS
FOR CHANGE IN COGNITIVE LEARNING
Campbell's work touched upon planned-for
cognitive and effective learning. He wrote that most
management training programs devoted most of their
training time to the cognitive areas; that is, to
skill and knowledge courses such as accounting,
business law, personnel management, computer
programming and languages. Yet the training research
has been concerned almost entirely with human
relations training via role playing, conference
^®Jerome S. Bruner, "Needed: A Theory of
Instruction," Educational Leadership. XX (1963), pp.
523-532.
methods, T-groups and the like.^^
Fleishman, Harris and Burtt conducted a rigorous
study that established the fact that cognitive and
effective change can be accomplished through short
management courses using audiovisually supported
lectures, student discussions and problem-solving
exercises. Their study measured trainee reaction,
learning and behavior change in work done at
International Harvester during the early 1950's. The
course was conducted over a two-week time span. It
covered labor relations, planning and organization,
logical thinking, economics, public speaking, human
behavior and team building. Covering cognitive as
well as effective aspects of learning, the course
created a change in each as measured by the posttests.
The measurement instruments used were the leadership
opinion questionnaire (completed by the trainees
themselves) and the Leader Behavior Description
Questionnaire (completed by the trainee's
subordinates)
The International Harvester work covered not only
^^Campbell, Managerial Behavior. p. 471.
^^Edwin A. Fleishman, Edwin F. Harris, and Harold
E. Burtt, Leadership and Supervision in Industry
(Columbus, Ohio: Bureau of Educational Research, the
Ohio State University, 1955).
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immediate change related to cognitive and effective
learning, but change over tim.e as well. The major
conclusion of that work was that the general
psychological atmosphere on the job was a more
important determinant of behavior than was the
training process.
The findings and writings of clinical
psychologists provide a partial basis for
understanding of the motivation and tendency for
success or failure with regard to leader development
and workshop development. As one looks at the
problems of personnel turnover and supervisor
training, the factor of initial interview comes
forward. Likert (1961) pointed out that many
supervisors and managers determined through interviews
that personnel today are not as willing to accept
pressure and close supervision as they were 10 to 20
years earlier. He indicated that trends in families,
schools, communities and churches are toward greater
freedom of action and initiative. Fewer individuals
are accepting orders or directives and blindly
following. This observation by Likert is specifically
obvious in the military.
Likert also stated that there was another
development which provided impetus to the trend toward
greater use of participation in business and
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government' - the substantial increase in the
educational level of the labor force. It is not at
all uncommon for subordinates or staff to know far
more about an important matter than does the chief.
The chief, by himself, can no longer make the best
decision based on the best technical facts. The
problems are often so complex that no one subordinate
has all the technical information required.
Management development training in the form of
seminars, workshops, conferences and in-house programs
usually instills favorable and cooperative attitudes,
leading to high levels of job satisfaction on the part
of the members of the organization.^^
Kurt Lewin has observed that an individual's
perception of his success or failure is dependent upon
his level of aspiration. The experience of success or
failure does not depend upon achievement as such, but
upon the perception of the individual concerning the
achievement. The level of aspiration is not only
basic for success or failure, but the level of
aspiration itself is changed by success or failure. A
successful accomplishment reinforces an individual's
level of aspiration and causes one to generally set a
higher goal for oneself. On the other hand, a failure
^^Rensis Likert, New Patterns of Management (New
York: McGraw-Hill Book Company, 1961),
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leads to a lower level of aspiration.
Lewin further stated that the perceived degree of
difficulty will influence the determination of success
or failure. With goals that are set too high no
feeling of failure arises and, on the contrary, if
goals are set too low, below a certain level of
difficulty, the individual feels no real sense of
success. The individual establishes a very narrow
framework that moves up or down a very limited scale
depending upon the perceived degree of success or
failure.
While trying to understand the administrator's
concern for turnover and complaint problems, there is
a need to understand the individual and his motives.
Maslow wrote, in his "Theory of Human Motivation,"
that the individual is motivated by a hierarchy of
physiological, safety, love, esteem and self-
actualization needs. Individuals are motivated by
desire to achieve and maintain some basic satisfaction
in each of the needs. One does not necessarily
satisfy all of one basic need before seeking
satisfaction in the next. These basic goals are
related to one another, being arranged in a hierarchy
of prepotence. This means that the most prepotent
^^Kurt Lewin, Field Theory in Social Change (New
York; Harper, 1951).
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goal will monopolize consciousness and will tend of
itself to organize the recruitment of the various
capacities of the organism. The less prepotent
(higher) need emerges, in turn, to dominate the
conscious life and to serve as the center of
organization behavior, since gratified needs are not
active motivators.
To further understand the motives of man to want
to succeed, to solve problems and have upward
mobility, the works of Douglas McGregor were reviewed.
McGregor stated, in his "Human Side of Enterprise,"
that through the initiative of industrial management
many scientific and technological dreams have become
reality and that at the time of writing he believed it
was time to direct the talent of the behavioral
scientists toward the human side of enterprise. He
elaborated on Maslow's "wanting animal" theory,
observing that the satisfaction of needs is a
continuous, unending process from birth to death. He
stated that ego needs are those above the social needs
and are the most important to man himself. He defined
ego as; "those needs that relate to one’s self¬
esteem; needs for self-confidence, for independence,
for achievement, for competence, for knowledge; and
^^Abraham Maslow, "Theory of Human Motivation,"
Psychological Review, 1943, 50, pp. 370-396.
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those needs that relate to one's reputation: needs
for status, for recognition, for appreciation, for the
deserved respect of one's fellows."
McGregor also maintained that many firms use a
"theory X" approach assuming that man must be
controlled, manipulated, and pushed into action.
Money and fringe benefits were often cited as
satisfying needs, but actually these satisfy the
individual when he leaves his place of employment
daily or upon severance. McGregor concluded that
organizations employing the "theory X" approach in
most cases muzzled the individual employee and limited
the potential for real growth.
McGregor offered "theory Y" as a means more
consistent with existing knowledge in the social
sciences.
The motivation, the potential for
development, the capacity for assuming
responsibility, the readiness to direct
behavior toward organizational goals are all
present in people. Management does not put
them there. It is a responsibility of
management to make it possible for people to
recognize and develop these human
characteristics for themselves.
The essential task of management is to
arrange organizational conditions and
methods of operation so that people can
achieve their own goals best by directing
their own efforts toward organizational
objectives.
This is a process primarily of creating
opportunities, releasing potential, removing
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obstacles, encouraging growth, and providing
guidance. It is what Peter Drucker has
called "Management by Objectives" in
contrast to "Management by Control."
"Theory Y" provides the basis for the assumption
of behavior of individuals in organizations. An
individual who is given the freedom to be innovative
and pursue objectives in support of the overall goals
of the organization will more likely commit himself to
timely accomplishments. In this manner of operation
an individual develops identity with the organization
by establishing his own targets and assumes a degree
of risk in achieving timely accomplishment.
Additionally, when results are positive, the
individual's "ego" needs are satisfied. A repetition
of success will have a tendency to develop and
continuously increase his self-confidence. Motivation
is at the core of any theory of management development
of human resource.
Daniel Goodacre reported on a management training
program at B. F. Goodrich which covered cognitive and
affective learning: understanding human behavior,
decision making, employee selection, employee progress
and evaluation. There were 18 sessions of one and
one-half hours each. There were experimental and
^^Douglas McGregor, The Human Side of Enterprise
(New York: McGraw-Hill, 1960).
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control groups comprised of managers randomly' assigned
to each group. Measured use included a series of
attitude scales which were titled attitude toward the
company, attitude toward employees, job satisfaction
and self-confidence, an achievement test covering the
cognitive components of the course and a supervisory
performance rating.
Significant increases were reported for the
experimental group on the self-confidence and
achievement test measures. The supervisory
performance rating revealed an improved ability in
developing employees, selection of employees and in
overall job performance.^^
Miner is given credit for some of the most
sophisticated research related to evaluating changes
induced by courses specifically designed to bring
about affected changes. He began with the premise
that one must start with a criterion for job success,
then structure training to create behavior patterns
consistent with that criterion and then evaluate the
resultant behavior against the criterion.
Managerial effectiveness is dependent upon a
manager's response to the role requirements
^^Daniel M. Goodacre, "The Experimental
Evaluation of Management Training: Principles and
Practices," Personnel. 1957, XXXIII, 534-538.
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characteristic of managerial positions. The theory
predicts that those individuals who repeatedly
associate positive emotion with those role
requirements would tend to meet existing
organizational criteria of effectiveness. The six
role requirements postulated by Miner follow;
First - Managers are typically expected to
behave in ways which do not provoke negative
reactions from their superiors. Therefore,
a manager should have a positive attitude
toward those holding authority over him.
Second - Since there is a strong competitive
element in managerial work, a manager should
be favorably disposed toward engaging in
competition.
Third - There is a marked parallel between
the requirements of the managerial role and
the more general demands of the masculine
role as it is defined by our society...both
are supposed to take charge to make
decisions, to take such disciplinary action
as may be necessary, and to protect the
other members of their group. Miner
theorized that the person who derives
pleasure from carrying out these activities
will be on the road to being an effective
manager.
Fourth - The successful manager will enjoy
power manipulation over other people.
Fifth - The successful manager will enjoy
being the center of attention and in a sense
be happy occupying a position of high
visibility. Such a person will have many of
the characteristics of a good actor.
Sixth - The effective manager must at least
be willing to face routine administrative
duties and ideally will gain some
satisfaction from them.^°
^^John B. Miner, The Management of Ineffective
Performance (New York; McGraw-Hill Book Co., 1963).
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Miner devised the Miner Sentence Completion Scale
(MSCS) to measure one's response to six role
expectations outlined in his theory. He also designed
a course intended to induce changes in motivation to
manage; the course was designed to be given during ten
one and one-half hour sessions conducted at weekly
intervals. Using primarily the lecture method the
course covered ineffective management, physical
illness and job performance, the nature of emotional
disorder, aspects of human motivation, family crises,
the cohesion of the work group, insufficient
organizational action as a cause of failure, the
nature of cultural values, economic forces and job
failure, the managerial job as a subjective danger
situation.
Miner engaged 72 managers from a research and
development department in the training program and
conducted an evaluation study. He reported that the
course did create an increase in MSCS scores. Further
analysis of the data from his study indicates that
there is:
A consistent reliable tendency for those who
obtain low scores when first tested to
change the most...from this evidence, it
would seem safe to conclude that as the
pretest score decreases, sensitivity to the
effects of training increases.
Miner's work clearly establishes that when
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management training is carefully and specifically
designed with the notion in mind of creating an
increase in motivation is to manage as well as
cognitive learning changes in MSCS scores can be
27
seen. '
It is not unknown to conduct this form of study
as one seeks to address the multitude of questions
affecting the educational administrator. Eeeland's
study was in many ways a prototype for this study. It
looked at the effectiveness of supervisory management
training. The methodology and approach used were
determined to be effective under experimental
conditions. However, the results also indicated that
there was a difference in the effectiveness of the
training at the two different locations.^® Myerchin's
study evaluated and compared the effectiveness of two
different approaches to management development
training conducted within the same organization. The
results of the study indicated that both approaches
were effective in instilling achievement and power
^"^Miner, Management Education, pp. 1-40.
^®James L. Beeland. The Effectiveness of a Short
Supervisory Management Training Course: A Multifactor
Evaluation Experiment. Unpublished D.E.A.
Dissertation, Georgia State University, 1976.
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motivation as well as the will to manage
29
PSYCHOLOGY OF TESTING TO ANALYZE CHANGE
Robert Sternberg wrote that few situations in
life are as stressful as facing a standardized test.
Most test takers know that the results of a majority
of tests are crucial to their future and that a few
hours of testing may have more impact on their future
than do years of school, training or performance. The
anxiety generated by the test situation may have
little or no effect on some test takers, and the
pressure might even have a beneficial effect on
others. But the performance of a substantial
proportion of test takers will be distorted, perhaps
severely, by anxiety. Moreover, because the anxiety
is common to standardized testing situations, the
anxiety-related error in measurement resulting from a
single testing situation will be compounded by errors
stemming from other testing situations, with repeated
low scores, a bright but test-anxious individual may
truly appear to be stupid. What is needed is some
^^Thomas S. Myerchin, The Comparative
Effectiveness of Two Short-Term Supervisory Management
Development Courses - Individualized and Motivation
Theory Based vs Nonindividualized and Traditional - in
a U.S. Defense Department Organization. Unpublished
Ph.D. Dissertation, Georgia State University, 1980.
kind of standardized assessment device, that is fair to
everyone, including the test-anxious.^^
Harold Hodgkinson writes that testing,
unfortunately, is not an area that many administrators
feel very comfortable. As a result, they have often
been forced to defend scores that they do not fully
understand. The technical details of item validation,
norming, etc., often suggest more highly specialized
training than the harried administrator - the
generalist - can provide.
The major function of standardized tests is to
provide a standard or norm against which the
performance of individuals can be measured. One can
compare one individual's scores on a reading test with
the scores of other participants who are in the same
situation and have had roughly the same instruction in
reading. What one does not learn from such a test
result is impressive.
—We do not learn what the individual is capable
of doing (maybe he's been at the same level for
years).
—We do not know if the individual is adding to
his learning each year or not.
^^Robert J. Sternberg, "Testing Intelligence
without I.Q. Tests," Phi Delta Kapoan (June, 1984),
Vol. 65 No. 10, pp. 694-698.
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““We do not know what factors have been a part of
the improvement of his scores over the last
year. How much of it was due to the teacher,
the material, or the influence of other
participants.
Because the numbers in such test results are not
diagnostic, the test cannot be used to help the
individual improve his performance. (Some recent
tests, however, are designed to contain diagnostic
information as well as norms for achievement, and some
recent kinds of computer-based testing allow for
personalized diagnostic information while also
comparing the individual's work with norms for the
individual's age and skill level.)
There are two major functions of testing: to
record knowledge and skills achieved, and to improve
future performance. Every school administrator needs
to have a variety of testing and evaluation tools,
including standardized tests available to accomplish
the educational goals of the school or school system.
But, for improving future performance of individuals
or school systems, diagnostic tests will also be
needed. These may be in many forms: multiple choice,
essay, active participation, games, simulations, and
portfolios.
Certain characteristics are not well suited to
standardized measurement techniques. For example, a
good clinician can provide as much (or more)
information about a person's motivation level as a
battery of standardized tests. Independence of
judgment simply cannot be checked through multiple
choice, as the essence of multiple choice is to define
the alternatives for the person being tested. The
clearer the test user is about the outcomes of the
testing program, the better will be the user's
judgments about what kinds of evaluation devices will,
be most helpful. One possibility is to look at some
of the new electronic devices, some of which allow for
a cumulative assessment of learning. Ideally,
evaluation should be an ongoing part of teaching and
learning, not an add-on.
SUMMARY
The literature offered varied insights in
assessing the practicality of a training session which
is designed to improve skills, increase cognitive
learning and/or change behaviors. The writers' ideas
and theories regarding short-term training reinforced
the desire to investigate the use of such a training
session as a change agent.
^^Harold L. Kodgkinson, "The School Administrator
and Standardized Testing," The Education Digest
(April, 1983), pp. 43-45.
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In most of the literature the different writers
were in full agreement on the structure and
formalization of the training sessions. They
emphasized the importance of planning, timing, goal
setting and evaluation of results. Harry W. Johnson
suggested that the workshop (training session) was the
ideal model for change and learning. He also stressed
the importance of participant involvement, saying that
they should be able to assist in identifying their own
problems, developing solutions and offering
recommendations. A key concept was Gagne's "Lower-
level Tasks before Higher-level Tasks." Gagne stated
that tasks and learning objectives should be addressed
in accordance with levels of difficulty. Schol stated
that the session should be a working session of new
ideas and shared information. There should be
emphasis on problem solving and needs of the
participants and not the presenters.
The writers clarified the impact of testing on
participants during a training session, and more
importantly, the literature gave indications that it
is possible to develop and conduct a training session
which deals with specific problems and, if the
conditions are right, can result in an increase in
cognitive learning and a change in behavior. The
writers were careful to note that one should
understand the difference between an increase in
cognitive learning and a change in behavior.
Beeland's study exists as an example of a
previous similar work that serves to illustrate the
slow progression of events in establishing the
contributions of training. There are specific areas
of difficulty in measurement of significant elements
which are directly influenced by experimental
conditions. Similar elements critical to meaningful
measurement were also involved in Miner's and
Myerchin's work.
CHAPTER THREE
PROCEDURES FOR THE STUDY
The study was experimental in nature with
emphasis on an Analysis of Variance between groups
based on the treatment. The process utilized a change
agent controlled by the Randomized Block Design.
Subjects were exposed to an initial test for the
purpose of matching based on statistical equivalency.
The scores of the subjects were listed in rank order
and through the use of random selection matched in the
block design of three scores per block with a total of
eighteen blocks.
The subjects were assigned to three different
groups: two experimental groups and one control
group. The two experimental groups were administered
the treatment while the control group was exposed to
the usual informational format. The only difference
between the two experimental groups was that each had
a different instructor. The purpose of the variance
in instructors was to allow for the effect that the
actual instructor might have had on the treatment and
subjects. The subjects all received the initial test
prior to the random assignment process and prior to
the treatment. The treatment was introduced only to
the experimental group for a specific period of time,
after which the groups were measured by the dependent
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variable (posttest). The difference in scoring
performance on the posttest between groups was
compared in order to determine if the experimental
treatment produced a greater change than the control
situation. The significance of the difference in
change between the groups was determined by an
appropriate statistical procedure such as the F-test.
Another statistical procedure was the Analysis of
Variance with the posttest scores as the dependent
variable and the initial test scores as the variate.
The fact that the control group did not receive
the experimental treatment did not mean that the
control subjects received no experience at all. The
control group was exposed to the information using the
standard military format. There were 54 subjects
available for the study. They represented 100% of the
Air Force Reserve Recruiting Supervisors with two or
more subordinates.
The before-and-after measures in the design
permit the opportunity to study change. The main
strength of the design was the initial randomization
which assured statistical equivalence between the
groups prior to experimentation; also, the fact that
^^Donald Ary, Lucy C. Jacobs and Asghar Razavieh,
Introduction to Research in Education (New York;
Holt, Rinehart and Winston, Inc., 1979), pp. 251-253.
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the experimenter had control of the initial testing
procedures provided an additional check on the
equality of the three groups on the dependent
variable. This design, with its randomization, thus
controlled most of the extraneous variables that posed
a threat to internal validity. Typical such variables
are; history, m.aturation and pretesting, which are
experienced in all groups. However, in this
particular experiment, all subjects were tested
initially and any difference between the groups could
probably not be attributed to these three typical
extraneous variables. Differential selection of
subjects and statistical regression are also
controlled through the randomization process.
The main concern with using the design was the
factor of external validity. The concern was centered
around the initial testing, prior to the random
process. The initial testing in this particular case
was an important activity because it facilitated the
proper assignment of subjects within the design by
groups by blocks. However, there could have been an
interaction between the initial test and the subjects
which could have changed them or sensitized them in
certain ways. Both of the experimental groups and the
control group took the test and may have experienced
the sensitizing effect; it could have caused the
experimental subjects to respond to the treatment in a
particular way just because of their increased
sensitivity. The question at this point was, would
the effect of the test, prior to the treatment, on the
experimental subjects be the same without the exposure
to the test. This type of effect represents an
interaction between the test and the experimental
treatment. Because the initial test might have
increased or decreased the subjects' sensitivity or
responsiveness to the X manipulation, the results
obtained from the activity might have been
unrepresentative of the effects of the experimental
variable for the untested population from which the
experimental subjects were taken. This is referred to
as a problem of Generalizabilitv. As a result, one
would have to generalize the experimental findings to
only those individuals or groups that were tested
initially, and not the untested ones.
In this particular experiment, the threat to
external validity is not a crucial one for the
following reasons: (1) All groups were given the
initial test; (2) The initial test itself was such
that it did not have a significant sensitizing effect
on the subjects who were accustomed to such testing;
(3) The tested population represented the total
population of senior recruiters with two or more
subordinates. There were no untested population of
such subjects remaining; therefore/ the problem of
external validity was also minimized.
The three groups in the design permitted the
existence of two experimental groups and a control
group. This condition allowed the experimenter the
comfort of knowing that whatever changes took place
were more likely a result of the treatment, thus
improving the internal validity of the design. To
further improve the internal validity, a second look
was given to history and maturation, two extraneous
variables which could have affected the design.
With the three groups, history and maturation had
an equal and cancelling effect; therefore, the results
were not tainted by the presence of the two. The
design also guards against the problem of reactivity
of measuring (a test-retest gain problem). Typically,
once an individual takes a test, then retakes the same
test, there will be a gain or increase in the score;
this is termed as reactivity or measuring, without
the three groups the experimenter would be unable to
tell if the gains on the second test are reactions to
the treatment or a reactivity of measuring, or a
reaction to the instructor. The use of the control
group permitted the comparison that was required for
respectability and validity. If the experimental
groups reflected a final result which was superior to
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its own initial test scores, and superior to the
posttest scores of the control group, then more
confidence can be reflected in the summation of the
differences.
The randomization process was utilized in the
assignment of participants to the control and
experimental groups. This feature in the design
served to ensure statistical equivalence of group
membership. A main strength of the design was the
block randomization process which assured statistical
equivalence between the groups prior to
experimentation and the fact that there was control of
the extraneous variable which could pose a threat to
internal and external validity. It is valid in that
it measures the level of knowledge of the three groups
at the initial testing and posttest stages with the
minimal amount of variance. It is reliable in that
the results of the treatment were statistically
reflective of both groups at the different stages
providing randomization was employed during group
assignments.
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KEY VARIABLES OF THE PARTICIPANTS AND DESIGN
a. Internal Independent Variables which may be






Training Level Dependent Variable
Experience Level (Potential for Learning)
Race
b. Design Variables
Independent Variable Dependent Variable
(Training Workshop) (Posttest Scores)
DESCRIPTION OF PROCEDURES
The research was initiated by the documentation
of a survey which was conducted for the purpose of
determining which issues were identified by the senior
recruiters as those presenting the greatest problems
for them. The survey was sent to all senior
recruiters asking them to list the problems which they
felt presented them the greatest amount of
difficulties during the course of their duties. The
responses ranged from limited funds to strict
regulations, from lack of communication to lack of
mobility. The two problems which appeared on ninety
percent (90%) of all responses were recruiter turnover
and recruiter complaints. After a follow-up to
53
validate the problems identified, they were selected
as the subject matter for the experimental change
agent. (See survey tabulation in the appendix.)
The experiment consisted of a total group of
senior recruiters (54) who were tested upon arrival at
the workshop. The workshop was conducted in February,
1985, at Montgomery, Alabama.
The first step of the experiment was to
administer the initial test to all subjects. The
purpose of the initial test was to facilitate the
establishment of a scoring performance status so that
each subject could be identified and rank order
listed. The rank order listing of subjects permitted
the proper assignment of subjects to groups, by blocks
using the randomized block matching process.
The randomized process was employed in the
selection of subjects to groups, as well as in the
identification of groups as experimental or control.
The selection of instructors for the groups was also a
randomized process. (Table One lists initial scores
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The treatment was administered to the two
experimental groups during the two days of the
workshop. The control group was exposed to the
information in the standard military format. The
daily sessions lasted from 9- o'clock in the morning
until 4 in the afternoon, with an hour and a half for
lunch. Care was taken to ensure that neither group
knew its own status as being experimental or control.
In order to eliminate the possibility of prolonged
discussions on the workshop activity during the
evening hours between the first and second day, the
following precautions were taken: (1) Sleeping
quarters were assigned with group members sharing
quarters with other members of the same group; (2) A
social activity was planned and conducted on the
evening after the first day.
Through the workshop the participants were under
the impression that they were all receiving the sam.e
information through the same methods. They were also
under the impression that they were all a single
group, separated only because of the limitation of
room size.
The randomization was first utilized to assign
subjects to groups. All scores were recorded from the
rank order table; the highest score of 88 was the top
score. The 88 was listed first, and each of the next
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highest scores afterwards. The last score was the
lowest (50). The die toss system was employed; by
tossing a single die, the selections were made. If
the die landed with a one showing, the first score
(88) would be assigned to the first group. If the die
landed with a two showing, the score would be placed
in group two, and the same for group three. If the
die landed with a four, five or six, or if there was a
consecutive one, two or three, the toss was void and
the toss was made again. This process was continued
until scores were assigned to all blocks and groups.
The selection of groups to serve as experim.ental
groups one and two and the control group was also a
random process. Handwritten notes with the words exp-
1, exp-2 and control were folded and placed in a box.
They were randomly picked from the box, with the first
pick being identified as the experimental group one
(exp-1), the second pick was (exp-2) and the third
pick was the control group. The same process was used
in the selection of which instructor would work with
which group.
There were some deliberate differences between
the two experimental groups and the control group.
The experimental groups were exposed to the treatment
in the seminar and lecture format. The major topics
of Recruiter Turnover and Recruiter Complaints were
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divided into five sub-topics of: Communication,
Problem Solving, Decision Making, Climate Building,
and Goal Setting. Each of the five sub-topics was
then further divided into areas specifically
addressing the senior recruiter and recruiter
relationship. (See table 2). The control group was .
exposed to the information in the traditional military
way. Documentation in the form of pamphlets and
reading assignments was presented to the group. The
information addressed the topics of Recruiter Turnover
and Recruiter Complaints. Similar to the procedures
of the experimental groups, the topics were divided
into five sub-topics; Communication, Problem Solving,
Decision making. Climate Building, and Goal Setting.
However, at this point, the discussions were limited
to the five topics and did not address the topics as
they related to the senior recruiter and recruiter.
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TABLE 2
WORKSHOP TOPICS AND SUB-TOPICS
Recruiter Turnover



























Type and nature of
recruiter complaints









In order to ensure that the instructions and
instructors did not become a factor which could have
affected the treatment, three different instructors
were assigned to the three different groups. Each
instructor remained with the same group throughout the
workshop.
The treatment administered to the experimental
groups was done so in the traditional workshop format.
The group sessions started at 0900hrs each morning.
The first day the topic was "Recruiter Turnover." The
instructors presented the information as sub-topics to
recruiter turnover. The first sub-topic was
Communication and Recruiter Turnover. Through the
lecturing process each instructor presented the main
and sub-topics. Areas addressed under the topic were:
the elements of good, honest communication between the
senior recruiter and the recruiter, key communication
vehicles within recruiting channels, barriers to
communication from the recruiter's prospective, the
impact of good and poor communication, and the
importance of listening and feedback. The session was
primarily of the lecture mode with some instances of
role playing by the participants. Each session was
designed to last for one hour. At lOOOhrs of the
first day, the sub-topic of Problem Solving and
Recruiter Turnover was presented to the two
experimental groups. At llOOhrs, the topic was
60
Decision Making and Recruiter Turnover, The time
period of 1200hrs to 1330 hrs was designated as lunch
period, and the sub-topic of Climate Building and
Recruiter Turnover was addressed from 1330hrs to
1430hrs. The final topic for the day was Goal
Setting, 1430hrs to 1530hrs, and the last 30 minutes
was for the day's summary. (See appendix for a
detailed time and topic schedule.)
The control group spent the same amount of days
and hours on the major topics of Recruiter Turnover
and Recruiter Complaints, However, the sub-topics
were not tailored to the specific problems of
recruiter turnover and recruiter complaints; they
covered communication, problem solving, decision
making, climate building and goal setting in a general
sense. The first day the control group were provided
pamphlets and brochures on the five sub-topics. The
assignment by the instructor was that each member of
the group should take 30 minutes to read the handouts
and the final 30 minutes of each hour would be
utilized for discussion among group members. The
subjects were scheduled on the same time frame as
those of the experimental groups.
Upon completion of the treatment and prior to the
departure of participants, a posttest was administered
to all participants. The purpose of the posttest was
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to determine if an increase in knowledge and awareness
of the subject matter had occurred by way of an
increased posttest score of the subjects.
The data from the posttest was subjected to
analysis of variance so that a comparison could be
made between the groups based on the treatment, based
on differences and based on internal variables of the
groups.
The instrument (Pretest/Posttest) was developed
by the Air Force Reserve Recruiting Testing and
Training Section, within the Air Force Leadership
Management Development Center. The purpose of the
instrument was to measure the extent of knowledge and
awareness of recruiter turnover and recruiter
complaints held by the recruiting supervisor. The
instrument was developed specifically to address the
topics of Recruiter Turnover and Recruiter Complaints.
Similar to most Air Force evaluation tools, the
test was designed as a multiple-choice test. Yet,
unlike most military evaluative tools, some of the
questions were purposely vague for the purpose of
stimulating interest. Although there was a correct
response for each question on the instrument, there
were some questions which were purposely designed to
solicit a good answer.
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Questions 1-10 of the test concentrated on
recruiter turnover and the individual's knowledge of
communication skills regarding the senior recruiter
and recruiter interaction.
Questions 11-15 addressed the elements and
activities of problem solving and recruiter turnover
which impacted upon the office operation.
Questions 16-20 addressed the decision-making
process and the task of the recruiting supervisor as
it affected the recruiter and recruiter turnover.
Questions 21-26 concentrated on recruiter
turnover and climate building.
Questions 27-30 addressed goal setting and
recruiter turnover.
Questions 31-50 addressed recruiter complaints as
they may have impacted on the elements of
communication, problem solving, decision making,
climate building and goal setting.
The instrument was utilized for the purpose of
assessing the subject's knowledge and awareness of the
two defined content areas. The two areas were;
Recruiter Turnover and Recruiter Complaints, which
were divided into sub-topics of communication, problem
solving, decision making, climate building and goal
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participant's score on said items was based on an
equivalent of performance on the individual halves.
A correlation coefficient was used in determining
the performance of the groups in relationship to the
device. To transform the split-half correlation into
an appropriate.reliability estimate for the entire
test, the Spearman-Brown prophecy formula was also
used.
TABLE 3
SPLIT-HALF MEASUREMENT CORRELATION TABULATION
Subjects .
1 24 20 576 400 480
2 20 24 400 576 480
3 23 20 529 400 460
4 24 20 576 400 480
5 22 20 484 400 440
6 20 21 400 441 420
7 22 20 484 400 440
8 21 20 441 400 420
9 22 20 484 400 440
10 21 23 441 529 483
11 24 20 576 400 480
12 23 24 529 576 552
13 20 22 400 484 440
14 21 24 441 576 504
15 24 20 576 400 480
16 20 21 400 441 420
17 20 23 400 529 460
18 21 20 441 400 420
Total 392 382 8578 8152 8299
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CORRELATION COEFFICIENT/SPLIT-HALF TABULATION
y2 ^ y2 - =
n
8152 - 382^ = 8152
18
- 8107 = 45
= X 2 - =
n
8578 - 392^ = 8578
18
- 8537 = 41
xy = XY - X Y = 8299 - 382 x 392 = 8299 - 8319
n 18
= = z20 = -0.49
^ 41




r^x = 2r 1/2 1/2








The correlated score of .64 was obtained. This
score was based on individual performance using the
split-half reliability test of measuring. The content
of the objectives as spelled out in the design was
also reflected in the correlated score. Any variation
noted was due to sampling error. The score of .64 was
the indication of the expected reliability of the
device. Given the subjects, the conditions and the
instrument, the results of the instrument would be
similar and predictive 64 percent of the time.
Based on the correlation obtained, a review of
the literature revealed that the sample size dictates
the nature of obtaining a strong correlation. A small
sample size makes it very difficult to obtain a large
correlation with exception of each member of the
sample scoring ninety percent or higher. Whereas, the
nature of a large sample eliminates m.any of the biases
esoteric of a small sample.
HYPOTHESIS DEVELOPMENT
Since the purpose of the study was to "Determine
if a training session in the form of a workshop
addressing specific issues, could be developed and
implemented which would lead to a measured increase in
knowledge of the subjects addressed," it was necessary
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to establish the fact that the increase in learning
was indeed caused by the change agent. The following
hypotheses were generated in order to aid in the
analysis of data.
Hypothesis one; The null hypothesis states that there
is no difference among the mean of
the groups.
Hn; mj. =mi. =mj.
I \ 7
The alternative hypothesis states
that there is a difference among the
mean of the three groups.
Hj; m^ ?^m^. ^m^
Hypothesis two: The null hypothesis for the standard
deviation of the three groups states
that the standard deviation for
treatment one, equals the standard
deviation for treatment two, which




An opposite point of view from the
null hypothesis of the standard
deviation states that the alternative
hypothesis indicates that there is a
difference among the standard
deviation of the three groups.
Hj ; ^
I X t
A review of the literature and studies which have
utilized the F-test in the analysis of variance
reflects a varied percentage in determining the level
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of significance. The percentages ranged from one to
ten in their standards for hypothesis rejection.
Based on the size of the population of this study, and
the literature reviewed, the level of significance for
rejection in this study was set at 10%.
The actual treatment consisted of a workshop
which was conducted in the lecture and seminar mode.
The sessions in the workshop included role playing,
demonstrations and modeling; however, it was
predominantly lecture. The lecture method was most
suitable when; (a) the basic purpose of the
instruction was to disseminate information, (b) the
material was not available elsewhere, (c) material
must be organized and presented in a particular way
for a specific group, (d) it was necessary to arouse
interest in the subject, (e) the material needed to be
remembered only for a short time, (f) it was necessary
to provide an introduction to an area or give
direction to participants who would be instructed by
other methods.
^^Nathaniel L. Gage and David C, Berliner,




ANALYSIS OF THE DATA/FINDINGS OF STUDY
A total of fifty-four (54) subjects participated
in the workshop presented in Montgomery, Alabama. The
subjects represented the total Air Force Reserve
Recruiting supervisory population with the
responsibility for two or more subordinates. Posttest
objective data was obtained on the 54 subjects.
The purpose of the study was to determine if a
training session in the form of a workshop addressing
specific issues could be developed and implemented
which would lead to a measured increase in knowledge
of the subjects covered.
An additional purpose was to develop an actual
workshop utilizing the appropriate materials,
instructors, environment and methods necessary to
impart the identified information to the subjects.
Table Four reflects the actual posttest scores
of the two experimental groups and the one control
group. The posttest score totals of the experimental
groups are relatively even; 1534 and 1530. When
compared to the posttest score total of the control
group (1258), the treatment and its effect appear to
be a major factor in the differences. When
considering the fact that all three groups were
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equivalent in the scoring performance prior to the
treatment, and after the treatment both experimental
groups were superior in posttest scores, the





POSTTEST SCORES BY GROUP/BY BLOCK
1 96 92 92
2 90 82 96
3 88 80 92
4 88 78 90
5 90 80 92
6 88 74 88
7 90 74 88
8 86 70 84
9 82 70 86
10 86 68 88
11 88 66 92
12 90 66 86
13 80 60 90
14 78 66 80
15 80 60 76
16 78 60 70
17 80 56 68







Table Five reflects the variance information for
the blocks. The sources of variance were identified
as: among blocks, within blocks, the treatment and
the residual. The sum of the squares among blocks was
2787.92 with 17 degrees of freedom. The sum of the
squares within the blocks was 3668.80 with a degree of
freedom of 36. The sum of squares was used to
determine the F-level of significance. The degrees of
freedom among the 18 subjects of each group for the
treatment was 2, with a mean square of 1390.5185. The
mean square concern was between the treatment and the
residual. In terms of the treatment, any difference
found in the treatment results indicated that such a
difference was caused by the treatment applied to the
group, not in the sample, selected or collected from
the population. To determine the F-level of
significance, the mean square of the treatment was
divided by the mean square of the residual. As a
result, the F-level of 53.3 was obtained. As
determined from the literature and studies, the level
of significance for this study was set at 10%. The
obtained level of 53.3 was significantly higher than
the F-level of 2.45, which is the 10% standard. The
mean square for the treatment was considerably higher
than the mean square for the residual. If the
treatment and residual figures had been reversed, it
would have meant that the difference was due to the
73
sample rather than the treatment. VJith the F-value of
53, the difference was due to the treatment and the F-
value was such that it supported rejection of the null
hypothesis.
The indications are that of a 100% population
receiving the treatment, 53 would' have an increase due
to the treatment. To accept the null hypothesis, the
calculated F-value should not have been larger than
2.45 at a 10% level of significance. The calculated
F-value of 53 leads to the conclusion that the null
hypothesis, which stated that the mean of the three
groups are equal, must be rejected. Hence the
alternative hypothesis was accepted.
TABLE 5
ANALYSIS OF VARIANCE TABLE
Source of
Variance
Sum of Degrees of Mean Square
Squares Freedom
F/P
Among Blocks 2787.92 17
Within Blocks 3668.80 36
Treatment 2781.037 2 1390.5185 53.3029 <.001
Residual 886.963 34 26.0871
Total 6455.92 53
74
Table six reflects the mean scores and standard
deviation scores by groups. The mean score of the
group identified as group one (T^) was 85.2, and the
mean score of group two (T2) was 85.0. the
equivalency of scores of these two treatment groups is
an indicator of treatment activity. Although they are
not identical scores, and even though there is a .2
difference between the two treatment groups, the
difference could be accounted for and determined
through the application of a t-test. However, since
the difference was small and inconsequential, the t-
test was unnecessary.
The major difference of observation was the
difference between the mean score of the treatment
groups (Tj and T2) and the control group (C).
Tl
Mean Scores 85.2
The lower mean score of 69.9 for the control
group is a real indicator that the results of the
higher mean for the treatment groups were caused by
the treatment, and the low mean score for the control












Mean 85.2 85.0 69.9
SD 6.95 8.35 9.90
The analysis of the data obtained in the study
assisted the experimenter in rejecting the null
hypothesis that the mean and standard deviation of the
groups were equal. Accepting the point that they were
not equal, the mean of the groups indicated the
treatment caused the difference between the
experimental groups and the control group. However,
the standard deviations among the experimental groups
were different, as were the standard deviations
between the two experimental groups and the control
group.
The following depicts the differences in standard
deviation results.
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Further study is needed to investigate these
differences. The factors which could affect the
standard deviation of a group are: group make-up,
environment, instructions, etc.
Figure One is a chart designed to reflect the
mean of the three groups of the study. The means were
plotted on the chart with a scale which ranged from 60
to 100. The chart is specifically designed to show
the drop-off of mean score performance of the control
group when plotted with the mean score performance of
the treatment groups.
Since all three groups were of equivalent
population, and all three groups were initially at an
equivalent level of performance, all three groups
should have had a mean score which was at an
equivalent level, providing all three groups received
the same treatment. Since the control group did not
receive the treatment, the lack of such accounts for
the difference in mean score performance.
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FIGURE ONE





SUMMARY OF CONCLUSIONS, DISCUSSION AND IMPLICATIONS
The purpose of this study was to determine if a
training session in the form of a workshop addressing
specific issues could be developed and implemented
which would lead to a measured increase in knowledge
of the subjects addressed.
Specific objectives of the study were to
determine: (1) If a statistically significant
increase of cognitive learning occurs, will it occur
in a particular group of participants? (2) Can the
level of decrease or increase be utilized as a
predictor of results for future participants?
The hypotheses developed to assist in the
analysis of data stated that:
Null Hypothesis: There was no sigificant
difference among the means on
final performance scores for
the three subject groups of
Air Force Reserve Recruiting
Senior Recruiters used in the
study.
Hq: mt^=mt^=mt^
Hq. » tj ^t^
79
Alternative Hypothesis; There was a difference in the
means among the three groups
in the study.




The results of the study permitted the questions
of the purpose, the objectives and the stated
hypothesis to be addressed. The data obtained from
the results of the F test reflects an F-value of 53.3.
This value alone would not be significant, except that
in this study, the level of significance was
determined to be that of 10%, which was actually 2.45.
When the F-value of 53.3 was compared with the level
identified as the standard for this study, 2.45, it
was obviously higher than the standard. As a result,
the F-value of the study was supportive of the
rejection of the null hypothesis and acceptance of the
alternative hypothesis, which states that there is a-
difference in the mean and standard deviation among
the groups of the study. The difference in the mean
and the standard deviation was related to the
treatment and not the population sample, the groups or
any other factors.
The results of the study also addressed the
objectives of the study. The F-value of 53.3 was
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statistically significant when compared to the 10%
level of standard (2,45)/ and this statistically
significant level resulted in the treatment groups
(experimental groups one and two). Note: The
objective also sought to determine if the particular
group had specific characteristics which were
identifiable as key contributors to the increase. The
response to this question is addressed in the
implication, which follows in this chapter.
The F-value of the treatment groups of 53.3 can
be used as predictors for performance of future
participants providing the participants are all within
the parameters and of a like environment as those in
this study.
The purpose of this study was achieved. The
results showed that a training session in the form of
a workshop addressing specific issues could bring
about a measured increase in knowledge of the specific
issues within a particular group of participants.
Factors supporting this conclusion are: (1) The
treatment, groups performed better on the posttest than
the control group; (2) The performance was




Inferences regarding the results of this study
are limited to mid-level federal civil service
employees in grades GS-9, GS-11 and GS-12, and Senior
Military Noncommissioned Officers in the grade of E-7,
E-8 and E-9. These are the types of individuals who
manage, supervise and administer subordinates with
similar characteristics, within the parameters of
subjects participating in the study. Further, it
should be pointed out that the training variables
represented only a few of the many .possible
combinations of subject matter, methodologies and
instructions. The effects of the training are limited
to the criteria measured in the study. It is possible
that there were other outcomes that were not measured.
Although the total number of subjects was drawn
from the Air Force Reserve Senior Recruiter population
throughout the United States, they can be considered
as representative of all U.S. Military Recruiting
Senior Recruiters. They function under similar
military regulations, pay systems, retirement systems,
promotion systems and recruiting incentive program.s.
Their overall make-up is considered uniform throughout
the country.
The same standardized procedures were used to
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gather data prior to and following the treatment. The
sensitizing effects of the measures prior to treatment
and posttreatment were lessened because of the factors
of group subject selection, randomization, and the
nature of the testing.
The treatment was conducted within a two-day
period, and conducted within the same commercial
convention-type facility. The facility possessed a
large room which permitted the entire group to
assemble for initial briefing and testing and
posttesting. Numerous smaller rooms were utilized for
the subgroup treatment activity.
The thrust of the study and results focused on
the training process and the anticipated knowledge
improvement performance level. It should be pointed
out that the training variables represented only a
selected possible combination of subject matters,
methodologies, and instructions. The effects of the
training are limited to the criteria controlled in the
study. It is possible that there were other outcomes
that were not measured. The expected improvement of
knowledge performance was limited to the posttest
measurement and was not a reference to actual




This portion addresses the implications inherent
in the findings and with the procedures involved in
determining the outcomes, as well as speculating on
the potential usefulness of the various outcomes. The
key question that must be answered is "How effective
was the training session, vis-a-vis organizational
objectives?" Beeland stated that such questions must
be answered in the affirmative if there is to be
future continued support and enhancement for the
activities of management development,^^
This thought can be carried further with
continued discussion as to the most desired training
approach or strategy. Specifically, what components—
subject matter, instructional styles, equipment,
etc.—are most contributory to the desired training
technique?
This study did provide adequate estimates of the
effect of the change agent (treatment). There is no
doubt that a short-term training session in a workshop
format centered on specific issues is more effective
in increasing cognitive learning than the traditional
^^James L, Beeland, The Effectiveness of a Short
Supervisory Management Training Course; A Multifactor
Evaluation Experiment. Unpublished D.B.A.
Dissertation, Georgia State University, 1976.
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military format.
Although this study and the results support the
concept that the training session (treatment) can
effectively cause a participant to perform better on a
pos'ttest after the treatment, one should remember that
this performance is limited to the posttest
performance only. Research is needed which would
investigate the actual performance of the subjects
upon their return to their respective duties when they
are confronted with the continued problem.s of
recruiter turnover and recruiter complaints. This
additional research could seek to compare the turnover
and complaint levels prior to the treatment and after
the treatment. It could also compare the turnover and
complaint levels between the treatment group
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SUBJ. LOCATION A S R EL TL XL NS TY CY
1 Washington, DC 34 M C 14 7 4 6 3 8
2 Barksdale, LA 31 M C 13 7 5 5 1 4
3 Austin, TX 38 M B 14 8 8 8 2 5
4 Dallas, TX 42 M C 12 7 6 5 2 6
5 Charleston, SC 38 M C 13 8 8 12 2 2
6 Atlanta, GA 37 M c 12 8 8 7 3 6
7 Dover, DE 38 M c 13 8 7 9 4 5
8 Pensacola, FL 44 M c 13 8 5 7 2 3
9 Milwaukee, WI 34 M c 15 7 4 4 1 2
10 Indianapolis, IN 40 M c 12 7 6 7 3 5
11 Pittsburgh, PA 34 M c 13 7 2 3 1 1
12 Ogden, UT 39 M c 13 7 3 7 3 3
13 Miami, FL 31 M c 13 7 2 6 3 5
14 Biloxi, MS 33 M c 12 7 4 3 1 1
15 San Antonio, TX 34 M c 16 8 8 8 1 2
16 San Bernardino, CA 29 F B 14 7 4 8 2 4
17 Sacramento, CA 30 F c 13 7 4 6 2 1
18 Montgomery, AL 47 M c 12 8 9 2 0 0
19 Spokane, WA 33 M c 14 8 3 10 2 4
20 Philadelphia, PA 48 M B 12 7 1 10 4 3
21 Minn.-St. Paul, MN 28 M c 13 7 1 4 1 1
22 New Orleans, LA 29 M c 14 7 2 6 2 3
23 Niagara Falls, MY 39 M c 12 7 1 2 1 1
24 Los Angeles, CA 37 M c 14 8 2 8 3 5
25 Chicago, IL 42 M c 12 8 7 c; 2 4
26 Denver, CO 34 F c 15 7 6 4 1 3
27 Kansas City, MO 44 M c 13 7 6 5 2 2
28 Columbus, OH 37 M c 15 7 5 3 0 0
29 St. Louis, MO 43 M c 14 7 6 3 1 0










PARTICIPANTS DATA SHEET (cont.)
SUBJ. LOCATION A S R EL TL XL NS TY CY
31 Oklahoma City, OK 37 M C 14 8 7 9 2 4
32 San Francisco, CA 43 M C 16 9 8 18 5 8
33 Boston, MA 38 M C 14 8 6 8 3 4
34 Willow Grove, PA 38 M C 15 7 8 2 0 0
35 Dayton, OH 39 M B 16 8 6 7 2 5
36 Youngstown, OH 40 M C 15 7 6 3 0 1
37 Goldsboro, NC 38 M C 13 7 8 2 0 0
38 Tucson, AZ 40 M C 12 7 5 2 0 1
39 Macon, GA 39 M C 12 7 6 2 0 0
40 Elsworth, SD 31 F C 14 6 5 2 1 1
41 Alexandria, VI 38 M B 14 7 8 2 0 0
42 Salt Lake City, UT 35 M C 13 7 5 3 0 0
43 south Bend, IN 37 M C 12 7 6 2 0 1
44 Ft. Lauderdale, FL 34 F B 14 7 4 2 1 0
45 Norfolk, VI 39 M B 12 7 6 2 0 0
46 San Diego, CA 36 M C 15 7 6 3 0 1
47 Portland, OR 41 M C 13 8 7 7 2 3
48 Seattle, WA 40 M C 12 7 5 4 0 1
49 Brooklyn, NY 37 M C 14 7 4 2 0 1
50 Newark, NJ 42 M B 12 7 8 2 0 1
51 Las Vegas, NV 38 M C 14 7 6 2 1 0
52 Downey, CA 39 M B 16 7 5 3 0 1
53 San Jose, CA 43 M C 14 7 6 2 0 0



































1. A misunderstanding between a senior recruiter and




C. Lack of communication
D. Senior Recruiter's attitude




D. Apathy among workers
3. It is the senior recruiter's responsibility to
initiate good communicating habits.
A. True
B. False
4. Which of the following is a typical barrier to
good communication within a recruiting office?
A. Rank structure
B. Office arrangement
C. Set of regulations
D. All of the above
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5. An obvious indicator of good communication within
a recruiting office is which of the following?
A. Flexible work schedule
B. A positive attitude/atmosphere
C. High level of productivity
D. High level of promotions
6. Which of the following is the most desirable form





7. The least desirable form of communication within





8. Why should a senior recruiter concern him/herself
with a recruiter's resignation.?
A. To convince the individual to stay
B.. To prevent it from happening again
C. To determine if the superior was at fault
D. To assist the recruiter in finding another
job
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9. When is the most appropriate time to counsel a
troubled recruiter?
A. On the spot of the infraction
B. Immediately, but in private
C. Later in private when you've had time to
think it through
D. Later, but in the presence of peers, to drive
home the point10.What is the typical non-verbal form of
communication that can annoy a subordinate the
most?
A. Being ignored
B. Poor eye contact
C. walking away during a conversation
D. All of the above11.Why should a senior recruiter seek to involve
subordinates in the office operation?
A. To increase their sense of responsibility and
belonging
B. To get more work out of them.
C. To broaden their individual perspective
D. To share the responsibility of the senior
recruiter12.Why should problems be dealt with directly?
A. It sets standards
B. It eliminates the problem
C. It reduces rumors
D. It prevents outside interference
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13. When is criticism considered as constructive
criticism?
A. When it gets results, positive or negative
B. When it makes the subordinate happy
C. When it brings about a positive change
D. When it is accepted by the subordinate
14. What is a major barrier to problem solving
between the senior recruiter and the recruiter?
A. Differences in age
B. Differences in status
C. Misunderstanding of policies
D. Misunderstanding of the problem
15. What should you expect from your subordinate when
he brings you a problem?
A. Alternative solutions
B. Time to solve the problem
C. Only one problem at a time
D. New problems, rather than old ones
16. To make a proper decision in solving a problem,
the senior recruiter must first;
A. Consult others
B. Set aside a specific period each day for
making decisions
C. Gather all the facts
D. Define the problem
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17.What part should your subordinate have in your
decision-making activity?
A. None, it's not their job
B. Offering input
C. Evaluating your decision
D. Monitoring your decisions for effects18.If there is a problem of conflict between
personal and organizational goals, the results
will usually be;
A. That workers concentrating on personal goals
will affect individual productivity
B. That workers concentrating on organizational
goals will affect individual productivity
C. Organizational goals are ignored
D. Worker apathy will increase19.A characterization of a manager that has to make
unpopular decisions but is still considered as
successful is that;
A. He is biased
B. He is dictatorial
C. He is fair
D. He is wise20.Why should a specific system be utilized in
decision making?
A. To make sure everyone is involved
B. To ensure that the best possible decision is
made
C. To prevent quick decisions
D. To protect the decision maker
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21. Who is the first to detect a negative climate in
a recruiting office?
A. The recruiter
B. The senior recruiter
C. The clients
D. Visiting inspectors
22. Which is more important in a recruiting office?
A. The climate
B. The production
C. The level of activity
D. The location of the office
23. Who has the responsibility to help maintain a
positive climate in the office?
A. The senior recruiter
B. The recruiter
C. The entire office staff
D. The building manager
24. What is a key indicator of the real atmosphere in
the office?
A. The level of activity
B. The office hours
C. The individual evaluations
D. The attitude of the workers
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25.Which is a typical leadership style that can help
build a positive climate?
A. Do as I say do, I'll check it later
B. Do as I did. I'll check it afterwards
C. Let's do it together
D. Try it on your own. I'll help
problems
if you 126.If all of your recruiters are paid the same,
should they have the same recruiting goals?
A. Yes
B. No27.Which is the most important consideration when
assigning individual goals?A.The territory
E. Experience
C. Salary
D. Rank28.Why are some workers unhappy with the rewards you
give?
A. Because they are habitual complainers
B. Because they have different interests
C. Because they don't like rewards
D. Because they expected something else
1 m
29. By offering a specific reward for one
performance, and another reward for a different
performance, you are;
A. Making it twice as rewarding by giving two
rewards
B. Making the reward fit the performance
C. Making sure the worker is happy
D. Encouraging the worker to work harder
30. Rewards are used to;
A. Force a worker to work harder
B. Show up the low producers
C. Reward the good and punish the bad
D. Build a winning team
31. Communication within an office can reduce
complaints by;
A. Reducing rumors
B. Answering unasked questions
C. Reducing conflict
D. All of the above
32. Why is it important to identify the source of the
complaint?
A. To determine if it's a real complaint
B. To satisfy the complainer
C. To get the complaint in writing
D. To properly investigate the complaint
1 n o





34. How can you make complaints work for the
organization?
A. By converting them into suggestions
B. By directing them to higher authorities
C. By making them a part of the goals and
objectives
D. By dismissing the individual making the
complaint
35. What is the best way to deal with those who
complain a lot?
A. Ignore them
B. Communicate miore with them
C. Place them on the complaint committee
D. Have them offer solutions36.What is your attitude toward employees' working
hours?
A. Be a "Stickler" for hours
B. Ignore late comers and early leavers
providing you know that they are putting the
hours in
C. Ignore time altogether as long as they are
doing their work
D. Consider flex-time for them
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37. If one of your recruiters lost his temper with
yoUr would you:
A. Fire him
B. Try to placate him and suggest you discuss it
at a more appropriate time
C. Insult him backD.' Treat the incident as if it never happened,
but watch him closely afterward
E. Treat him more casually
38. Do you think it is better to lead:
A. By example
B. By the rules
C. By common agreement
D. Depends on the situation39.Given two identical candidates of the same age,
experience, and ability, which would you take?
A. The one who had the most knowledge of your
organization
B. The one who seemed to have the closest
business philosophy to your own
C. The one that was most agreeable
D. The one who seemed to need the job40.You are faced with falling production figures;
how would you react?
A. Change your entire recruiting staff
B. 'Offer incentives to the existing staffC.Change the programD.Place everyone on probation
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41. What do you think is the single most important
fact in a recruiter's life?
A. His success in the organization
B. His personal life
C. Money
D. Retirement
42. You are confronted with the need to terminate a
recruiter with longevity; would you:
A. Do it yourself
B. Expect the personnel commander to do it for
you
C. Make life so unpleasant for the recruiter
that he would have no choice but to leave
43. Pro-pay should be paid on which of the following?
A. Merit (production)
B. Time in service
C. Time in recruiting
D. Equally





45. To which of the following philosophies would you
subscribe?
A. The early bird gets the worm
B. Slow but steady wins the race
C. More haste, less speed
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C. Make allowances and check everything he does47.If your secretary complained of feeling ill and
she had not quite finished typing an urgent piece
of work, would you:
A. Ask her just to finish it and then go home
B. Suggest that she stay on as long as possible
C. Tell her to go home right away and make other
arrangements, knowing that the work probably
would not be finished in tim.e48.If one of your recruiters continually disagrees
with you, would you:
A. Begin to worry about your judgm.ent
B. Get rid of him
C. Regard his attitude as the sign of a healthy,
constructive mind49.Would you give your recruiters;
A. Orders
B. Instructions
C. Suggestions50.If things are going well in your office, your














To provide the Senior Recruiter with
additional information and guidance
regarding recruiter turnover. The
resulting effect should be increased
Senior Recruiter knowledge, as well as a
better prepared supervisor to deal with
the recruiter turnover problem.
- Definition of recruiter turnover
- Reasons for recruiter turnover
- Effects of recruiter turnover
“ Identification of potential turnover
candidates
- Converting potential losses to
organizational gains
- How to prevent expected losses
PHASE ONE (Communication)
0900 hrs - 1000 hrs
- The elements of good, honest
communication between Senior Recruiter
and Recruiter
- Key communication vehicles within
recruiting channels
- The importance of communicating
- Barriers to communication from a
recruiter's perspective
- The impact of poor communication
- The result of good communication
- Hints for improving communications
within the recruiting office
- The importance of feedback (positive
or negative)




1000 hrs -■ 1100 hrs
- Making each subordinate a full-fledged
member of the organization
- Dealing directly with problems
- Communicating to reduce the rumor
potential
- Giving criticism and getting results
- Taking criticism and profiting from it
- The art of criticism, counseling and
giving advice
- Managing conflict
- Assessing the behavior style of the
Senior Recruiter and Recruiter in a
conflict situation
- Barriers to conflict resolution within
the recruiting office
- Constructive vs Destructive conflict
(Decision Making)
1100 hrs - 1200 hrs
- Developing an in-house recruiter
retention team
- Developing an in-house forum for input
from recruiters
- Quick and fair decisions, who make
them
- Effective decision making
Lunch
1200 hrs - 1330 hrs
(Climate Building)
1330 hrs - 1430 hrs
- How important is the professional and
psychological climate of the
recruiting office?
- Which comes first; Productivity or
Positive Attitudes?
- The responsibility to build a positive
climate
- The effect of a non-positive clim.ate
- The effect of an average climate
- Evaluating the climate in the
recruiting office
- Leadership Style in climate building
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(Goal Setting)
1430 hrs - 1530 hrs
- Making goals reachable
- Making goals fair
- Making goal setting an office affair
- Developing rewards
- Making the reward fit the performance
- Building a winning team
Summary
1530 hrs - 1600 hrs
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To assist the Senior Recruiter in
addressing, and solving, the many
problems of complaints of recruiters
- Categorizing complaints
- Frequency of complaints
PHASE TWO (Comm.unication)
0900 hrs - 1000 hrs
- How communication can reduce
complaints
- Identification of the types and
natures of complaints
- Communicating to solicit complaints
- Converting complaints into suggestions
- How to satisfy the habitual complainer
(Problem Solving)
1000 hrs - 1100 hrs
- Is it a real complaint or a written
opinion?
- when should one act on a written
complaint?
- Who should be consulted in solving a
complaint problem?
- Which is the problem; the complaint
or the complainer?
- What are the steps in problem solving?
- Are the complaints usually against the




1100 hrs - 1200 hrs
Developing in-house committees to deal
with complaints
At what level should certain
complaints be addressed?
Making the fair decision regarding
complaints
Making quick decisions regarding
complaints
Utilizing the complainer as part of
the solution
Lunch
1200 hrs - 1330 hrs
(Climate Building)
1330 hrs - 1430 hrs
Developing a climate Which reduces the
potential for complaints
Assuming the role of climate builder
The impact of negative complaints on
an office environment
The impact of the habitual complainer
on the office environment
Complaints accompanied by alternatives
and benefits
(Goal Setting)
1430 hrs - 1530 hrs
Setting goals to reduce complaints
Setting goals to reduce people
complaints before reducing
organizational complaints
Understanding the difference between
people complaints, office complaints
and organizational complaints
Setting goals to convert 85% of all
complaints to money-making suggestions
for the individual and organization
Developing rewards for suggestions
which serve to improve the people, the
office and the organizational
productivity
Summary
1530 hrs - 1600 hrs
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PURPOSE: To provide the Senior Recruiter with
additional information and guidance
regarding recruiter turnover and
recruiter complaints. The resulting
effect should be increased Senior
Recruiter knowledge, as well as a
better prepared supervisor to deal
with the problems of turnover and
complaints
COMMUNICATION: (0900 hrs - 1000 hrs)
- The nature of communication
- The channels of communication
- The communication media
- Barriers to communication
- Overcoming the barriers
- The communication process (The
Model)
PROBLEM SOLVING: (1000 hrs - 1100 hrs)











DECISION MAKING: (1100 hrs - 1200 hrs)
- Types of managerial decisions
- Decision-making styles
- Personal dimensions of managerial
decisions
- Refining the process
- The rational model of decision
making
LUNCH: (1200 hrs - 1330 hrs)
CLIMATE BUILDING: (1330 hrs - 1430 hrs)
- A climate for motivation
- The organizational climate
— Conflict between individual and
organizational goals




- Leadership style and climate
GOAL SETTING: (1430 hrs - 1530 hrs)
- The difference between goals and
objectives
- Developing goals
- Long-range and short-range goals
- Goal orientation of managers
- Locke's theory of goal setting
- Drucker's theory of MBO
CASE STUDIES: (1530 hrs - 1600 hrs)
Communication




A little of this, a
little of that
Half and half
The old ways are better
Decision Making
One out of three








A matter of style
Old habits
It's up to the manager
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1. C 26. A
2. A 27. A
3. A 28. B
4. D 29. B
5. C 30. D
6, D 31. D
7. A 32. A
8. C 33. D
9. C 34. A
10. D 35. D
11. A 36. D
12. C 37. B
13. C 38. A
14. D 39. B
15. A 40. B
16. D 41. B
17. B 42. A
18. A 43. C
19. C 44. C
20. B 45. A
21. C 46. C
22. A 47. C
23. C 48. C
24. D 49. B
25. D 50. A
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LEADERSHIP AND MANAGEMENT DEVELOPMENT CENTER (AU)
MAXWELL AIR FORCE BASE, AL 3S112
Director of Recruiting
HQ 14th Air Force (AFRES)
Dobbins AFB GA 30069
Recruiting;
Thanks for inviting me to work with your recruiters. From
my standpoint, it was a most productive one.
The Pretest/Posttest Instrument was developed for the purpose
of assessing the Senior Recruiter's knowledge of specific
recruiting areas. When utilized in conjunction with the workshop
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